Employee engagement in the trade union federation(s) versus management saga in the South African mineral exploration industry by Makhubedu, Lucky Boy Tebogo et al.
©Copyright 2017 by the Global Business and Technology Association 
EMPLOYEE ENGAGEMENT IN THE TRADE 
UNION FEDERATION(S) VERSUS MANAGEMENT 
SAGA IN THE SOUTH AFRICAN MINERAL 
EXPLORATION INDUSTRY 
 
Lucky Boy Tebogo Makhubedu, Eveth Nwobodo-Anyadiegwu and Charles 
Mbohwa 
University of Johannesburg, 
South Africa. 
 
There is a growing perception within South Africa’s mineral exploration industry that mineworkers have lost 
trust in trade unions due to their absence of engagement pertaining to representation and bargaining 
council. Despite union membership in the mining sector gradually declining from 421 000 to 301 000 over 
the past 10 years, trade unions have an ability to stimulate mineworkers and impact on daily operational 
performance. The principle aim of this study was to establish whether there is a trust deficit amongst 
mineworkers and trade union representatives, and how this impacts on labour and organizational 
performance. This study was quantitative and descriptive. A valid research instrument was used to collect 
data. The target area – Platinum Mining industry in South Africa, focussing on one occupational mining 
category. Sample descriptive analysis was utilised to answer the main research question. The statistical 
findings corroborated the main research question tested. 
 
Keywords: Trade Union Federation(s), Performance, Mineworkers, Mining, South Africa 
 
INTRODUCTION 
 
Most employees have voiced their distrust and have made accusations about representatives from different 
trade union federations colluding with management. The disappointment is mostly attributed to the trade 
union’s willingness to compromise on workers’ rights and interests or demands (Barbeau, 2013, p. 7). The 
unprotected labour unrest witnessed in the mining industry, in South Africa – a result of mineworkers not 
acting in accordance with certain provisions that are stipulated in Labour Relations Act (LRA) No. 66 of 
1995 – has negated a peaceful and sustainable working environment (Samuel, 2013, p. 255). The tragic 
events that transpired at Lonmin Platinum in Marikana in 2012 were a result of labour unions failing to 
represent mineworkers’ grievances effectively within the workplace (Twala, 2014, p. 63). 
 
According to Antin (2013, p. 1), the labour unrest, at the Marikana area, which left 34 miner killed 
and 78 wounded by the South African police, arose from a background of socioeconomic disparities, 
inequality, high unemployment rate, and poor public service delivery (Twala, 2014, p. 65). Regrettably, 
repercussions from Marikana, paved the way for other industries, such as the sugar, metal (steel), and 
engineering sectors, to experience industrial unrest (Mirrian, 2014, p. 1). Mirrian (2014) noted that car 
manufacturers – BMW (SA), General Motors (SA), Ford, Mercedes-Benz and Toyota – had to halt 
operations at their production plants due to the metal and engineering workers being on strike. The South 
African Institute of Race Relations (SAIRR) (2013) reported that coal production had a deficit of over R180 
million, and gold and platinum production lost over R10 billion during the industrial action. 
 
Labour Relations Act (LRA) describes a strike as a group of employees who partially or completely 
refuse to work due to certain work related grievances that they might have with their employers (Bhoola, 
2011, p. 16). 
 
It important that employees benefit from their companies. Workers join trade union movements 
with the hope of taking advantage of the wage premium linked with union membership, and to have their 
rights protected. Bargaining councils may be formed by registered trade unions and employers’ 
organizations to participate in the legislative policies of collective bargaining and wage determination in the 
Republic of South Africa’s labour market. Wage determination in South Africa’s labour markets can take 
place through bargaining council agreements, sectoral determination, and non-statutory collective bargaining 
(Dhliwayo, 2012, p. 2). Samuel (2013, p. 240) observes that the entire bargaining process between 
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representatives of all the parties concerned – also known as ‘collective bargaining’ – was intended to achieve 
a common agreement.  
 
To understand some of the labour issues that are emerging within South Africa’s mineral 
exploration industry, it is imperative to look at the past, since some of these issues are embedded in it 
(Bhoola, 2011, p. 3). Notable is the fact that these underlying labour market issues date back to May 1910, 
when the partnership between the British, the former Boer Republics of the Transvaal and Orange Free 
State, and the colonies of the Cape and Natal led to the formation of the Union of South Africa (the historical 
predecessor to the Republic of South Africa). It prompted the adoption of a new constitution that excluded 
the rights of black South Africans and prioritised the interests of whites (Budeli, 2009, p. 5). 
  
According to South African History Online (Apartheid Legislation 1850s – 1970s), the Mines and 
Work Act No. 12 of 1911, also known as the ‘Colour Bar Act’, under section 4(n) gave mine managers’ 
powers to grant, suspend and cancel competency certificates. Furthermore, it gave them powers to decide 
which mining jobs required competency certificates. Skilled white immigrants ensured that the Act came 
into effect because they dreaded having to compete with the majority black mining staff. Black miners were 
not able to produce competency certificates due to their lack of education and unfavourable training policies, 
and were thus excluded from all skilled and semi-skilled occupations. This adversely affected black miners’ 
potential to succeed, and restricted any improvement in their living standards (Festus, Kasongo, Moses & 
Yu, 2015, p. 2). The Mines and Work Act also prohibited labour unrest by black miners and excluded them 
from the legislation. This triggered the establishment of the South African Native National Congress 
(SANNC), which gave birth to one of the most popular black political parties in the Republic of South 
Africa – the African National Congress (ANC) (Budeli, 2009, p. 5). 
  
In as much as trade union federations are essential in processes of collective bargaining, employees 
should be given the opportunity to engage directly with management. It is very important that management 
also engage workers in decision-making processes (Chaudhary & Sharma, 2012, p. 31). The term 
negotiation is considered a decision making tool that management can employ to identify individual 
problems and solutions. When workers are excluded around the negotiation table, even though they are 
represented, trying to meet a mutual agreement that is beneficial to all parties concerned, it becomes highly 
unlikely. Trade union federations’ affiliation to the ruling party, it creates a conflict of interest between 
workers and management. Corruption, union breakaways, infighting, and power struggles between members 
highlight how insignificant workers have become (Dhilwayo, 2012). According to Mining Review Africa 
(2014, p. 3), this turf war between the Association of Mineworkers and Construction Union (AMCU) and the 
National Union of Mineworkers (NUM), had an adverse effect on mining production and South Africa’s 
gross domestic product (GDP).  Clearly, wildcat strike actions are detrimental to mining companies and the 
economy as a whole. Until we stop with the traditional ways of doing things, there will be no progress. 
 
Emerging from the foregoing discussion, the purpose of this paper was to investigate if there is a 
trust deficit among mineworkers’ and trade union federation(s) pertaining to representation and bargaining 
council and how this impacts on miners’ labour performance. 
 
LITERATURE REVIEW 
 
HISTORY OF MINING IN SOUTH AFRICA 
 
In the Witwatersrand basin in the late 19th century, what later became South Africa began the transformation 
from a dominantly agricultural territory to becoming one of the most industrialised and highly unionised 
nations on the continent. Historically, the mineral exploration industry has been the heartbeat of South 
Africa’s economic growth (Antin, 2013, p. 1). The industry has attracted significant foreign investment since 
the early 1900s, and has created more employment opportunities than any other sector (Masia & Pienaar, 
2011, p. 1). In 1886, when the Witwatersrand goldfields were discovered, a watershed moment in the history 
of mining occurred, giving birth to what became the modernised, industrialised South Africa (Antin, 2013, p. 
3). At that time, the gold mining sector drastically improved the region’s economy and integrated its labour 
market across the board. The gold market was available, and gold was very expensive. As the process of 
extraction began to require deep-level mining, expensive high-tech systems had to be used. Entrepreneurs 
(Randlords) who controlled the diamond and gold mining industries benefitted financially from the 
Witwatersrand goldfields. They dominated the mining industry as international investors provided them with 
support in the form of capital. Entrepreneurs founded six mining companies to maintain a stranglehold on 
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the gold boom, whilst securing the future expansion of the industry. The Anglo-America Corporation of 
South Africa, who joined the gold rush in 1917 – funded by the New York Bank (later called JP Morgan) – 
was the game changer, and controlled the industry (Harrison & Zack, 2012, p. 551-554). 
 
HISTORICAL VIEW OF PLATINUM  
 
According to the Chamber of Mines of South Africa, the first known discovery of platinum was in ancient 
Egypt around 700BC, where the metal was used in artefacts. In South America, dating back to 1500s, the 
Spanish Conquistadors found many occurrences of what they termed platina while they were extracting gold 
using the gold panning process. In Europe, scientists not only found it difficult to categorise this precious 
metal, but – because of its durability – they also could not determine how to use it. Around the 18th century 
there was a breakthrough when a Swedish researcher added arsenic (a poisonous metallic element) to the 
metal, and only in 1782 was platinum successfully melted by adding oxygen. Adolf Erasmus discovered the 
first pieces of platinum in South Africa in 1923, near Naboomspruit in the central Transvaal. Follow-up 
work by Dr Hans Merensky, a German geologist, resulted in the discovery of two deposits, each around 100 
kilometres in length, which became known as the Bushveld igneous complex, illustrated below. 
 
Figure 1: Location – Geology and mines of the Bushveld complex 
 
   
Source: http://www.chamberofmines.org.za/sa-mining/platinum 
 
The Bushveld complex, formed some two billion years ago, is located in the northern part of South 
Africa, and is the world’s largest layered intrusion. This igneous body hosts more than half the world’s 
platinum group metals, and associated minerals such as chromium, vanadium, and refractory minerals 
(http://www.chamberofmines.org.za/sa-mining/platinum). 
  
HISTORY OF SOUTH AFRICA’S TRADE UNION MOVEMENT 
 
South Africa’s trade unions, in the past, were reserved for white people only, with associations like the 
South African Confederation of Labour (SACOL) in favour of occupational policies that depended on racial 
discrimination. Trade unions representing blacks started to come into existence around 1917, and it took 
about two years for the community of Cape Town to establish the Industrial and Commercial Workers’ 
Union of South Africa (ICU). By the 1930s, the South African Trade and Labour Council (SATLC) had 
united much of the country. It was explicitly against any form of racism, and affiliated itself with black trade 
unions. In the 1940s, other black trade unions joined the Council of Non-European Trade Unions (CNETU). 
By the end of 1945 it had 119 unions as members and around 158 000 individual members. CNETU was 
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disbanded in 1954 (Historybuffs, 2015, p. 2). South Africa’s brief history of trade unions highlights the 
particular degree to which trade union movements have been inextricably associated with the anti-apartheid 
struggle, and positions them as essential agents in the fight for a constitutional government. At present there 
are 22 unions in the Federation of Unions of South Africa (FEDUSA) with 560 000 members. The Congress 
of South African Trade Unions (COSATU) with 1.8 million members, the National Council of Trade Unions 
(NACTU) with 400 000 members, and the Confederation of South African Workers’ Unions (CONSAWU), 
affiliated with the World Confederation of Labour (WCL), operate at a national level (Bhorat, Naidoo & Yu, 
2014, p. 5). 
 
CONGRESS OF SOUTH AFRICAN UNIONS (COSATU) 
 
The Congress of South African Trade Unions (COSATU) is conceivably the fastest growing trade union 
movement with more than 2 million members, 21 affiliated unions and its power is derived from its ability to 
marshal workers, regional and international credibility, size of affiliated union members and strong historic 
ties with the ruling party (Bhorat et al., 2014, p. 5). COSATU was established in 1985 through an 
amalgamation of unions and federations. COSATU played a pivotal role in the struggle against apartheid. 
COSATU has a strategic political alliance with the South African Communist Party (SACP) and the African 
National Congress (ANC). When political organizations were unbanned, in early 1990, COSATU, SACP 
and the ANC formed a tripartite alliance. The principal objective of the alliance was to establish a 
democratic and non-racial South Africa, economic transformation and continued process of political and 
economic democratisation (Dhliwayo, 2012, p. 1). This implied though not yet expressed political contract 
between the alliances has sustained its political position since the ANC came into power in 1994. The 
Reconstruction and Development Plan (RDP), originally drafted by COSATU, described the ANC’s 1994 
election manifesto. Not only was COSATU instrumental in outlining the RDP, it also released 20 of its 
leaders to stand as parliamentary candidates on the national list of the ANC and election to provincial 
legislature in 1994. Some leaders of the federation stood in the local government election in 1995 (Bhorat et 
al., 2014, p. 16).  
 
According to a report by Adcorp (2013, p. 1), South Africa’s trade unions are in a critical period. 
Currently, only one in four workers – 25.5% of the labour force – is unionised, and this figure is slowly 
decreasing. Less than half of the people who join the labour market for the first time, or 43%, are joining 
trade union movements. The industry sectors with the largest labour force have been shedding union 
members. Union membership in the mining sector has gradually declined from 421 000 to 301 000 from 
2005 to 2015. South Africa has a trade union density rate of slightly over 30%. While this is not bad by 
international standards, it is still far too low. A trade union density of 30% means that two out of every three 
workers are not unionised. The federation has a huge task ahead, especially among the most vulnerable and 
exploited workers. According to figures compiled by SAIRR (2013), in the 12 years from 2000 to 2012, the 
rate of unionisation in South Africa increased by 12%, from 26% to 29%. The most unionised sector in 2000 
was mining and construction at 34%. The most unionised sector in 2012 was the community, social services, 
and utilities sector (dominated by public sector employees) at 47%. Trade union membership grew by 18% 
in this sector over the period, while it decreased in the mining and construction, trade, and finance sectors. 
 
Key employment laws such as the Labour Relations Act (LRA) of 1995, the Basic Conditions of 
Employment Act (BCEA) of 1997, the Employment Equity Act (EEA) of 1999, and the Skills Development 
Act (SDA) are there to protect employees. However, the negative spin-off was that potential investors were 
scared off; and that has been counterproductive. Small, medium and micro-enterprises (SMMEs) find it 
difficult to meet the requirements of these Acts (Dhliwayo, 2012, p. 2). 
 
COSATU notes that HIV and AIDS is one of many challenges facing South Africa today. Of the 48 
million South Africans in the 2011 census study, 5 700 000 people were estimated to be HIV-positive, with a 
prevalence rate in the 15- to 49-year-old age bracket. Of 18.1%, most of these are women (3 200 000) in 
urban and rural informal environments, and 334 000 are children (COSATU, 2013). 
  
FAILURES OF TRADE UNION FEDERATION(S) 
 
Unfavourable economic conditions and a largely unskilled labour market have seemingly made life difficult 
for South Africa’s trade unions. Due to the failure of the government to reduce unemployment, COSATU 
has found it difficult to support and justify ANC policies. The fact that some unions have parted ways with 
COSATU, and the reduction in union members over the years, are indicative of a conflict of interest growing 
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within the federation (Dhilwayo, 2012, p. 2). Dhilwayo (2012) adds that in 2001 mineworkers were 
dissatisfied with NUM, leading to the formation of the Association of Mineworkers and Construction Union 
(AMCU). Infighting and bickering within the NUM has seen the federation lose credibility among its 
members, leading some to join AMCU. NUM’s strong ties with the government were also a factor, as it was 
seen as a way to acquire powerful positions in government structures. Not being able to deal with socio-
economic issues has led mineworkers to lose confidence in COSATU; and the aftermath of the tragic events 
at Lonmin Platinum’s Marikana mine in 2012 hit the federation hard. COSATU’s strong affiliation with the 
ruling party makes it a powerful federation in South Africa. However, union breakaways, infighting, and 
power struggles between members highlight how insignificant mineworkers have become. The main 
objective of COSATU, NUM, AMCU, and all the other labour federations was to represent the interests of 
workers; but instead they are looking out for their own interests. There is insufficient trust between 
mineworkers’, trade unions, mine communities, mine owners, and the government (Dhilwayo, 2012). 
 
KEY EMPLOYMENT POLICIES 
 
Since 1996, South Africa’s constitution has introduced three historic principles that underpinned its 
occupational laws. The state demanded to form a non-racial, non-sexist and an open-minded area prioritising 
equality. Despite the progress made in getting the economy back onto a higher path, the mining industry in 
South Africa faces key employment challenges – employee relations and lack of transformation (Mokoena, 
2013). It is essential for companies to have policies in place that clearly stipulate how workers should 
conduct themselves to have a good employer-employee relationship within the organization. According to 
Tansel and Gazioglu (2013, p. 2), a mutually beneficial relationship between an employer and employee is 
key to the performance of any organization and for workers to feel engaged. There should be a balance 
between employees’ degree of autonomy in their work territory in contrast to management’s hierarchical 
domination towards the goals of the company. An imbalance can negatively affect loyalty and productivity 
of personnel. Tansel and Gazioglu (2013) further outline other significant employment laws affecting the 
employer – employee relationship within the mineral exploration industry. Key employment regulations – 
the Labour Relations Act (LRA) discussed in the introduction, Basic Conditions of Employment Act 
(BCEA), Compensation for Occupational Injuries and Diseases Act (COIDA), Occupational Health and 
Safety Act (OHSA) and Employment Equity Act (EEA) are only a selected few that mining companies can 
use to govern their place of work. 
 
The Basic Condition of Employment Act No.75 of 1997 applies to all employees and employers in 
a workplace and overlooks employees of the National Defence Force, National Intelligence Agency, South 
African Secret Service and unpaid volunteers. The basic conditions included in the act forms a binding 
contract between an employer and employee. It compels the employer to offer the employee with a detailed 
employment contract. Basic conditions included in the contract are normal working hours, overtime, 
compressed workweek, the average work hours, lunch intervals, daily/weekly rest period, night shift and 
public holidays, and compensation for working on Sundays (Bhoola, 2011, p. 11). 
 
The Compensation for Occupational Injuries and Diseases Act No. 61 of 1997 (COIDA) allows for 
the provision of compensation to help operatives who sustain injuries, are disabled, or contract occupational 
illnesses in the workplace (Bhoola, 2011). 
 
Bhoola (2011, p. 12) argues that transformation in any sector is a challenging and provocative 
issue. Placing people in certain occupational positions based on colour and not on merit is a form of 
discrimination. Bhoola (2011, p. 12) further emphasises that the Employment Equity Act No. 55 of 1998 
(EEA) aims to promote the creation of equal opportunity for all personnel, job seekers, and employers by 
eradicating any form of unfair discrimination in the workplace. It also focuses on redressing historical 
imbalances experienced by indigenous or designated groups through the implementation of affirmative 
action measures. The Employment Equity Act requires employers to conduct an analysis of the 
organization’s workforce; have consultations with workers and trade unions regarding matters of salary and 
wage negotiations, working conditions, etc.; identifying obstructions towards the accomplishment of 
equality in the labour force; preparing and implementing employment equity plans; and reporting the status 
and development to the department of labour. Organizations that fail to comply with the Employment Equity 
Act can be fined up to R500 000 for a first-time offence (Kowalik, 2007, p. 1). The primary objective of the 
EEA is to ensure that there is workplace impartiality, equal opportunity, fair treatment of employees, and a 
prohibition of unfair discrimination within the work environment (Bhoola, 2011). 
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RESEARCH METHODOLOGY 
 
The study adopted a quantitative research approach. This research design was best suited for this particular 
study, as it addressed the descriptive nature of study (Masia & Pienaar, 2011, p. 4). In addition, a purposive 
(non-random) sampling technique was used to identify a suitable mining organization. A convenient (non-
random) sampling technique, where the researcher chooses elements who are willing to participate, was used 
to determine the sample size of this study (Willemse & Nyelisani, 2016, p. 24). A standardised questionnaire 
based on a five-point Likert scale was used to gather as much data as possible from a large group of 
respondents. A purposive sampling technique was used to identify a suitable mining organization. A 
convenient sampling technique, where the researcher accessibly selects elements from the population who 
are willing to participate, was used to determine the sample size of the study (Willemse & Nyelisani, 
2015:24). Of the population (conventional mining crews) of N = 868 miners, a sample of n = 306 miners 
participated in this study. However, one of the teams, consisting of 16 members who completed the research 
questionnaire, had to be left out of this study, as they were newly-formed and did not have a performance 
report for 2015 and 2016. The sample consisted of 279 men (96.2% of the sample) and 11 women (3.8%) 
who were surveyed using a standardised questionnaire that was printed and distributed accordingly. This 
yielded a survey response rate of 33.6%. The research questionnaire was administered to mineshaft workers 
(conventional stoping) in Marikana, Rustenburg, South Africa. Primary data was collected using a structured 
questionnaire with a five-point Likert scale to rate management aspects of trade union federation between 
“strongly disagree” and “strongly agree”. To measure consistency and reliability among the variables, the 
Principal Axis Factoring (PAF), Kaiser-Meyer-Olkin (KMO), Measure of Sampling Adequacy (MSA) and 
the Bartlett’s Test of Sphericity were performed. The first order of statistical analysis was conducted and the 
researcher subjected three research items of trade union federation(s) to Principal Axis Factoring (PAF) 
analysis using SPSS version 23.0. Data suitability was also measured before Factor Analysis (FA) could be 
conducted. After a comprehensive inspection, the correlation matrix (trade union components) discovered 
that all coefficients were above the recommended value of 0.3. The Bartlett’s Test of Sphericity was 
statistically significant as it registered p = 0.000, which indicated sampling adequacy and supported the 
correlation matrix’s factorability, while Kaiser-Mayer-Olkin (KMO) yielded 0.737 above the recommended 
standard value of 0.6. Based on the statistical output generated from the Principal Axis Factoring (PAC) 
analysis using SPSS version 23.0, the total variance explained extracted one factor  that was above the Initial 
Eigenvalue of 1.0 (2.477). This one factors explained a total shared variance of 74.162%. This was 
substantiated by the Scree plot chart as it confirmed one factor that exceeded the recommended initial 
eigenvalue of 1.0. Trade Union Federation (TUF) as factor of performance contained three research items 
that were employed to test the association between the research items contained in Trade Union 
Federation(s) as a factor of performance. The Component Matrix could not be rotated as research items were 
highly correlated. The Cronbach Alpha for Trade Union Federation was 0.892 above the recommended 
reliability alpha value of 0.7. 
 
STATISTICAL DATA ANALYSIS: DEMOGRAPHIC PROFILE 
 
The data collected from all the participants was summarised into frequency distribution tables to give an 
overview of the information that was collected. Percentage frequencies were calculated and documented 
accordingly. The aim was to gain insight into how the participants’ perceptions and experiences differ 
according to certain demographic groupings. Statistical findings are presented below: 
 
In terms of gender distribution within the mining organization (i.e. Impala Platinum), the statistical 
analysis show that of 292 respondents who completed the questionnaire, 96.2% of the participants were 
male, while 3.8% of the participants were female. It can be adduced from the findings that the mining 
industry is mostly male-dominated compared to other industries in South Africa. There is a masculine-
stereotype (rough and tough), that assumes for one to perform or excel, one needs to be macho and strong. 
From a general perspective, the mining industry has a reputation of being dangerous (Masia & Pienaar, 
2011:1) and as a result, it has seen fewer women-miners hired by mining companies. The highest level of 
education attained by the respondents working at Impala Platinum. The survey results indicate that 63.7% of 
the respondents have Standard 6/Grade 8 and above. 36.3% of the respondents have a Standard 5/ Grade 7 
and below. 27.1% of the respondents have attained a Standard 10/ Grade 12 certificate. While 6.5%, have no 
formal education. 49.1% of the respondents have standard eight/ Grade 10 or above. The mineral exploration 
industry, working with the ruling party has seen vast improvement in literacy of mineworkers. 
Unemployment has also contributed to improvement in literacy as more and more people seek employment 
in the mining sector. The survey results paint a picture of an improving literacy in the mining sector. 
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Questionnaire items (C26), (C27), and (C28) (see Table 1 below), set out to inquire on respondents 
perception of trust of the trade union federation(s) within the mining organization (i.e. Impala Platinum). 
These items answer the main objective of the study: Is there a trust deficit among mineworkers and trade 
union federation(s), and how does it impact on miners’ labour performance? 
 
TABLE 1: DESCRIPTIVE ANALYSIS –TRADE UNION FEDERATION(s) 
Research items Strongly disagree – 
Disagree 
Neutral Strongly Agree – 
Agree 
C26: I trust my trade 
union federation(s). 
40 (14.1%) 30 (10.6%) 214 (75.3%) 
C27: I can talk to my trade 
union federation(s). 
28 (9.9%) 26 (9.2%) 229 (80.9%) 
C28: I am happy with my 
trade union federation(s). 
41 (14.3%) 36 (12.6%) 209 (73.1%) 
Source: (Statistical calculation from SPSS analysis: 2016)  
 
Questionnaire item (C26): An inquiry was made to find out how respondents perceive their trade 
union federation(s) pertaining to trust and the survey results indicate that 75.3% of the respondents have 
complete trust in their trade union, 14.1% of the respondents had lost trust in their trade union federation(s), 
while of the respondents 10.6% of the respondents were neutral. This yielded a response rate of 96.9% with 
an average mean of 4.12 and a std. deviation of 1.067. Questionnaire item (C27): A significant number 
80.9% of the respondents attest that they can communicate with their trade union federation(s), 9.9% of the 
respondents had problems communicating with their trade union federation(s), while 9.2% of the 
respondents were neutral. This yielded an overall response rate of 96.9% with an average mean of 3.99 
and a std. deviation of 1.282. Questionnaire item (C27): When asked if respondents were happy with their 
trade union federation(s), a significant number 73.1% of the respondents were happy, 14.3% of the 
respondents were not happy, while 12.6% of the respondents were neutral. This yielded an overall response 
rate of 98% with an average mean of 3.98 and a std. deviation of 1.274. The respondents’ perceptions 
were closely clustered around the average mean distribution (see Table 2 below). 
 
TABLE 3: DESCRIPTIVE ANALYSIS – TRADE UNION FEDERATION(s) 
 Research items N Mean Std. 
Deviation 
C27: I can talk to my 
trade union federation(s). 
283 4.12 1.067 
C26: I trust my trade 
union federation(s). 
284 3.99 1.282 
C28: I am happy with my 
trade union federation(s). 
286 3.98 1.274 
                     Source: (Statistical calculation from SPSS analysis: 2016)  
 
RESULTS AND INTERPRETATION 
 
The main empirical results of this study contradicts the perception that the public and working class have 
lost trust and confidence in trade unions. In terms of the theoretical background, the empirical research 
findings indicate that a substantial number of the miners have full trust and confidence in their trade union 
federation pertaining to representation and bargaining council. The findings also suggest that majority of 
miners have an open dialogue with their trade unions (i.e. sharing and exchanging ideas, opinions, news, 
problems, etc.); and most importantly, they are happy.  
 
LIMITATIONS AND FUTURE RESEARCH  
 
This research study was limited to only one mining company – the Impala Platinum mine, which is part of 
Implats’, and is situated 5 to 30 km north of the city of Rustenburg, in South Africa. The study did not 
include other mining companies. The study also focused on one occupational mining category (conventional 
stopping), and did not cover other occupational categories. Respondents may not have answered some 
questions as their level of literacy could have been a factor and even fear of retrenchment may have played a 
significant role. Although the study demonstrated internal validity, it needs to be extended to other mining 
companies and also to other occupational mining categories in order to further generalise its findings, as the 
scope of this study was limited to conventional stoping at Impala platinum in Rustenburg, South Africa. 
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PRACTICAL IMPLICATIONS 
 
It is fundamental that the above-mentioned employment policies are complimentary to each other. For 
instance, with respect to labour legislation and regulation, as well as collective bargaining, it is imperative 
that all sectors adhere to employment policies that would improve the employer-employee relationship. It is 
essential to point out that, some of these employment policies may work in certain sectors, but not 
necessarily in all sectors (i.e. agricultural or farming, retail, hospitality, community health etc.). From a 
South African perspective, businesses have a tendency to underestimate employment policy processes. In 
terms of the Company Act, 2008, some of these businesses are not even registered and this is where 
exploitation of workers comes in – People being paid less than what is required from them (in terms of 
services rendered), working more than 8 hours a day, working under poor conditions, etc. Mine companies, 
trade union federations and the South African government should work towards creating better industrial 
relations (i.e. collective bargaining, employee relation policies, workplace policies and procedures etc.); that 
would improve the socio-economic issues (i.e. poor working and living conditions, poverty, inadequate 
remuneration etc.); that drive mineworkers to down tools. It is imperative that mining companies and trade 
union federations improve employee participation in decision making processes within the mining industry. 
This would indicate to miners that they are adding value and are considered an essential part of an 
organization, and not just seen as cost incurred. Trade unions federation(s) should continue to provide 
adequate voice and service to their members as they play a significant role in representation and bargaining 
council. Trade union federation(s) and mine management should consider including mining personnel in 
structuring flexible remuneration packages that would further encourage mineworkers to put more effort into 
their work. This would make mineworkers feel more appreciated and that they are part of an essential system 
that values its workforce. In addition, this would restrain industrial unrests within the mining industry. 
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